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INTRODUCTION AND RESEARCH PURPOSE
Although not explicitly stated within an organization, employees are aware and expect
differential treatment to be present within their workgroups. Such differences can then result in
affected social exchanges and relationships within the organization. The idea of hustle plays a
crucial role in both defining and enabling employee expectations. There is a constant need to
appear as professionally engaged where one's work obligations consume a majority, if not all, of
one's physical and mental being. One possible explanation for the formation of differentiated
expectations can be the discursive nature of the relationships, such as communication patterns
and perceived assumptions.
The higher the quality of communication, the increased quality of supervisor-employee
communication. However, while frequent open communication positively correlates to high
relational quality, such relationships are more susceptible to blurred professional boundaries due
to the more robust professional and personal relationship building that is present. Employees
who belong to a low-quality professional relationship are more prone to experiencing employee
burnout. One reason for this may form from a lack of communication on individual employee
expectations, coupled with an emphasis on the overall workgroup expectation that may stem
from a single employee or managerial expectation. The optimal position to be in, for an
employee who is balancing priorities outside of work, is in an intermediate-quality relationship.
Within this dyad, the employee receives enough information to perform exceptionally with
minimal professional obligations attached to pursue a healthy work-life balance. As a result,
there is a variety of exchanges present as each workgroup is slightly different from one another,
which can affect communication among workgroups.
Varying employee expectations may adapt to an unsaid obligatory work ethic. One such
suggestion has evolved into the concept of "hustle culture" in the modern workforce. There is an
unspoken agreement between supervisors and employees where an employee's or supervisor's
dedication towards a role communicates the degree of anticipated productivity from the entire
workgroup. Further, the productivity expectation established is either the implicit or explicit
minimum expectation for all employees to achieve, irrespective of role variation across the
organization. The premise of such expectations, however, normalizes skewed commitment
compliance for all subordinates. The implication is employees who comply will receive greater
rewards in the form of compensation, recognition, or tenure. The variation of expectations across
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multiple dyads and workgroups, established by leaders' demands of employees, or the
employees' needs for themselves, affects one's employee experience.
Such expectations arising from a hustle mindset are problematic as they fail to account
for the varied forms of work styles necessary to achieve similar, if not higher productivity levels,
based on how each subordinate works best. Co-working spaces influenced by local culture, for
example, foster productivity and competitive advantage through different layouts. Firms in
countries such as China, India, Russia, and Morocco can be extremely hierarchical, in which
indirect communication and unspoken signals are essential in building mutual understanding.
Firms in countries such as Germany, however, utilize a direct and explicit approach to
cooperation. (Gall and Congdon, 2013).
However, the variation in the level of willingness to indulge in hustle culture is a crucial
factor and often overlooked in peer-reviewed journal articles. A perceived in-role expectation or
an overall organizational expectation can very well dictate how both supervisors and
subordinates approach their daily responsibilities. If such expectations derive from unspoken
productivity compliance, then employee organizational commitment and satisfaction are at risk
of contributing to workplace optics without taking into consideration the authenticity of such
engagement and satisfaction. Notably, the design of corporate workspaces and the addition of
lifestyle benefits on-site, such as WeWork offices, arguably enable a constant work-life by
eliminating the boundaries between work and home and encouraging employees to spend more
time in their physical workspaces.
The purpose of this study is to understand the range of employee perceptions of hustle
culture in developing professional relationships. Moreover, this study serves to determine if there
are significant incentives or consequences to hustle culture. Further, this research paper aims to
explore hustle culture within the workforce and how employee engagement, or lack of, affects
the quality of professional relationships within the workplace. By doing so, we can begin a
broader discourse on employee and managerial accountability in the relational aspect of
supervisor-employee relationships and work dyads. With current changes to employment
opportunities, such as the sudden influx of remote corporate workers resulting from COVID-19,
it is crucial to revisit aspects that constitute healthy and sustainable work expectations in the
digital age in fear of missing out on career opportunities given increasing global connectivity.
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TOPIC JUSTIFICATION
Arguably, hustle culture has been present since before workplace safety laws that the
Industrial Revolution brought about to curb the exploitation of workers and child laborers subject
to inhumane working conditions including hazardous work environments, low wages, and long
hours. The difference in today's generation, which enables hustle culture to be remotely
acceptable as a lifestyle, is the perception of hustle culture, particularly concerning branding
oneself as indispensable. Approximately 45 percent of the workforce post about their "toil
glamour" on social media as signals of being a dedicated and committed employee (Robinson,
2019). However, some employees may not be equipped with the physical or emotional
bandwidth to sustain the pressures resulting from a hustle culture, which then leads to employee
burnout. For example, The World Health Organization (WHO) now classifies burnout as an
"occupational phenomenon" as a result of not being able to appreciate the input and
achievements of one's work (Wilkie, 2019). Employee burnout then psychologically positions
the employee to continuously seek to do more and create an "always-on" lifestyle (Morgan,
2016).
At its core, the incentive to hustle is a defense mechanism to make ends meet and exceed
high expectations. Hustle culture is prevalent because of many factors. One factor is the
destruction of work-life boundaries due to digital distractions. Coleman and Coleman (2016)
found: "The average person now checks their phones 46 times per day, spending nearly five
hours per day on mobile devices, leading 30% of users to consider their smartphones a leash."
Heightened competition is then established and contributes to a false perception of favorability
for the employee who is also accessible after work hours. As a result, inauthentic high-quality
supervisor-employee relationships form. Arguably, the need for constant connectivity is, in part,
fueled by globalization, particularly in multinational corporations and industries, to
accommodate differences in time zones. Such connectivity comes at a price, however, which is
employee burnout. Data on burnout reveal that 50 percent of medical residents and 85 percent of
financial professionals suffer some form of exhaustion during their careers (Valcour, 2016).
The efficiency of hustle becomes problematic concerning the rate of burnout and the
impact on productivity and retention rates. The resulting exhaustion can be detrimental to the
judgment of an employee's capabilities and organizational commitment. If one chooses to place
equal attention on non-work obligations, such as utilizing paid time off opportunities, one may
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risk appearing less committed than the employee who wants to work beyond standard work
hours. Given the current state of our economy, drivers for the hustle ambition may be the
increase in student loan debt, stagnant wages, professional satisfaction, and personal financial
gains. Further, the uncertainties arising from a recession or a pandemic, like the ones our world
economy is currently facing due to COVID-19, might prompt more individuals to adopt multiple
employment options to prevent unemployment.
It is essential to reflect on hustle culture and devise a better understanding of how it
impacts employee expectations in the practicalities of the modern workforce. Moreover, the
implications of burnout negatively impact employee satisfaction and employee performance and
the quality of life for the employee. Such consequences contrast with workplace attitudes and
behaviors, given the increased emphasis on work-life balance, particularly within the corporate
setting. The evolution of hustle culture may intensify over the next couple of years as we are
experiencing a steady rise in gig employment, in which organizations contract independent
workers for short-term projects. The premise of gig employment, then, positions employees to
enable a constant workstream to ensure financial stability.
Professional relationships curated by a hustle environment can then affect team
productivity if there is an unwillingness to communicate or assist colleagues with the established
work ethic standards. Such qualities can have a "spill-over effect" that poses a threat to
organizational culture, which may then skew employee morale and be further documented on
company review websites to deter prospective employees from joining the company. Moreover,
a high-level of employee discomfort can result in the involvement of Human Resources and legal
counsel in extreme cases. The distress and imminent lack of transparency can jeopardize either
the supervisor or employee's advancement in the company but can also lead to restructuring
within a department. Further analysis of such variation can provide the framework as to how inrole perceptions, or in other words, expectations of the employee, manifest within the workplace.
It is also essential to explore employees' role in indulging in hustle culture as an expectation
established on their own rather than by the organization.
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REVIEW OF LITERATURE
We will first begin to understand supervisor-employee communication behaviors and how they
form in-role perceptions within the organization. Next, we will analyze a multitude of varying
employee role expectations. We will then move on to discuss leadership normalization of
unspoken sacrifices in the workplace. Then, we will discuss the impacts on organizational
commitment resulting from performative workaholism. We will then describe unsaid obligatory
work ethics and explain how hustle behaviors affect employee experiences. Finally, we will
discuss the future of hustle culture.
Understanding Communication Behaviors in the Formation of In-Role Perceptions
Understanding the implications of several communication behaviors can allow for a
thorough understanding of how in-role perceptions affect communication within and among
dyads. Graen and Scandura (1987) described the Leader-Member Exchange Theory (LMX),
which addressed various forms of differential treatment across multiple dyads and workgroups.
High-quality leader-member exchanges are considered as "open" communication exchanges,
which typify leadership. In contrast, low-quality leader-member exchanges are "closed"
communication exchanges that embody supervision. Moreover, Lee (1997) claimed subordinates
in high-quality professional relationships perceive more exceptional cooperative communication
among workgroup members than their peers involved in low-quality professional dyads.
Specifically, communication satisfaction and job satisfaction can be positively correlated. Jablin
and Krone (1994) argued that the communication derived from leader-member exchanges is
embedded within a social system, such as workgroups and external networks, outside of the
direct supervisor-employee relationship. Therefore, in-role perceptions resulting from such
communication can both shape perceptions within organizational contexts, as well as have the
power to shape employee self-representation to non-organization personnel such as personal
relationships and external professional ties.
Mueller and Lee (1973) proposed that communication climate is a dimension of
communication satisfaction in which factors such as attitudes, organizational standing, and
understanding act as moderators. They also found that high-quality supervisor-employee
communication was a significant factor in determining employees' communication experiences
and perceptions of communication satisfaction. Moreover, they stressed that subordinates could
actively enact high-quality connections by showing greater interest and utilizing resources in task
performance, which will lead to an enhancement of trust and appreciation from leaders. As a
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result, employees can consciously decide to initiate high-quality supervisor-employee
relationship traits to improve their agendas. FitzPatrick et al. (2014, p. 12) revealed: "The
difference between people only doing exactly what is asked of them and those who go the extra
mile is their discretionary effort." Therefore, managers are encouraged to decipher the
appropriate channels they should implement by understanding individual employee needs when
communicating with their employees. Writers such as Bill Quirke highlighted that different
channels are more effective depending on the purpose of the communicated message (FitzPatrick
et al., 2014, p. 8). Perhaps in-person communication might be a more practical approach to
engage with some employees, whereas email might be more useful for other employees.
However, it is essential to note that any channel can be used and still be effective if the employee
is included in the conversation, depending on the urgency of the conveyed manner.
Rafaeli and Sutton (1987) argued there are higher levels of affect towards leaders and
other workgroup members when high agreeableness is present within a work unit. One possible
explanation for this correlation is that high agreeableness provides a way for a sense of
connection and understanding. These factors contribute to high-quality supervisor-employee
relationships. Arguably, the quality of communication has a more significant effect than
the quantity of communication. Abu Bakar et al. (2007) verified that professional relationships
consist of characteristics from both the leader and member in which their interactions further
develop via situational contexts. This suggestion might not always hold, however, given the
tenure of the supervisors, and employees' comfort to approach supervisors as opposed to another
well-informed employee. Sias (1996) found that social perceptions regarding differential
treatment within work units embody through member conversations about the opinion of
differential treatment. Additionally, Ewing and Lee (2009) found that managerial communication
style towards high relational-quality employees appears to be like those of transformational
leaders.
If supervisors monitor their organization’s corporate culture and challenge employees
professionally with optimum support, burnout resulting from glamourized work toil could be
reduced. For example, the World Economic Forum revealed: “Oversized workloads,
unreasonable time pressures, lack of role clarity, lack of communication and support from
management and unfair treatment at work correlated most with incidents of burnout. When
employees often or always have enough time to do all their work, they are 70% less likely to
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experience high burnout. Similarly, when employees strongly agree that they are often poorly
treated at work, they are 2.3 times more likely to experience burnout." According to The World
Health Organization (WHO) in its International Classification of Diseases, burnout "refers
specifically to phenomena in the occupational context…a syndrome conceptualized as resulting
from chronic workplace stress that has not been successfully managed." Further, WHO reported
three dimensions of burnout: feelings of energy depletion or exhaustion, increased mental
distance from one's job, or opinions of negativism or cynicism related to one's position that
reduces professional efficacy. Employee burnout is a direct result of what can occur within a
hustle culture with a lack of managerial support and communication to guide employees on how
to successfully achieve optimal productivity with minimal impact on mental health.
An Analysis of Role Expectation Variation
One possible explanation for the formation of differentiated relationships is the existence of
resource constraints from leaders to develop trusted relationships within the work unit.
Additionally, being a part of an intermediate-quality supervisor-employee dyad seems best for
employees who value acquiring the resources necessary to advance in their careers as opposed to
staying committed to the current leadership. It is questionable if such modification is a result of
leaders' differential treatment solely, employee perceptions that may form from professional
insecurities, or a combination of both. Interestingly, Sias and Jablin (1995) found that
subordinates view differential treatment as fair when subordinates perceive the employee
treatment to be rightfully given based on competence. However, when subordinates observe the
differential treatment to be unfair towards them, they decrease communication with the desirable
member(s). Such findings represent a biased view of organizational justice in that professional
differentiation can be a subjective means of employee perception out of convenience. For
example, an employee might continuously not meet responsibility targets set by the supervisor
hence the unfavorable differentiated treatment. As a result, the longevity of perceptions resulting
from circumstances can dangerously impact work relationships in the long-term.
Henderson et al. (2009) concluded interpersonal relationships with members of similar
relational qualities were more impactful when fairness perceptions were lower. However, Naidoo
et al. (2009) argued that followers might prefer differential treatment from leaders based on the
followers' performance ability. It is only when professional treatment is perceived to occur on

8

factors other than talent when feelings of resentment and injustice arise, further affecting team
performance (Uhl-Bien et al. 2000). While organizational and relational contexts affect relational
quality, employees might justify and hold on to perceptions without understanding the entire
meaning of specific situations. However, "differentiation" must be clarified in terms of relational
qualities and exchanged resources, and how such differentiation is measured. Per theory, Graen
(1976) initially proposed competence, interpersonal skill, and trust influence leader-member
exchanges. In contrast, Cashman et al. (1976) argued that attention and sensitivity were the basis
of the exchanges. Perceptions can be self-cultivated notions in which leaders cannot always be
held accountable for employees' thought process.
Naidoo et al. (2009) criticized prior studies for not accounting for the length of time
workgroups have been in existence. Adding on to this critique is the importance of team size on
leadership impact and member perceptions. The effects of variation might be more substantial in
forming judgments within a smaller team compared to a larger group, given the difference might
seem to be more present among fewer members. Furthermore, Sin et al. (2009) reported the
likelihood of leaders differentiating among followers at the early stages of the relationship due to
an undeveloped understanding of the followers' capabilities. The establishment and maintenance
of workplace relationships reveal a significant aspect of perceived trust between leaders and
members. Additionally, employees in low-quality professional links might withhold potentially
innovative ideas or helpful information as a result of a lack of confidence in the working
relationship.
Leadership’s Normalization of Unspoken Sacrifices in the Workplace
Consider the case of after-work emails: Managers may unconsciously enable the "alwayson" culture by communicating via email after work hours due to their sense of urgency.
Additionally, platforms such as Slack allow conversations among employees and teams, albeit
not always about work-related topics but still connected outside of work. Although not
mandated, employees might want to appear as being always available to their work colleagues
even after work hours. This perception then provides a false sense of access to each other's time
simply because they remain connected through platforms outside of work. Thomas (2016)
argued such a sense of urgency does not account for the higher risks of errors that arise from
constant task switching. As a result, this creates a misconception of favorability for the employee
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if he or she chooses to respond immediately. The continuous and constant distractions that arrive
through our digital devices impede employees' ability to prioritize efficiently and retain
information in a working capacity (Thomas, 2016).
Unknowingly, CEO's can establish a hustle culture within the organization from their
insecurities as a leader. CEO's as well are subject to forms of covering, or in other terms,
imposter syndrome, as a result of continuously proving their ability to lead despite prior
accomplishments. Jones (2015) discussed the five top fears resulting in dysfunctional behaviors
that result from fear of appearing incompetent to other executives: "A lack of honest
conversations, too much political game-playing, silo thinking, lack of ownership and followthrough, and tolerating bad behaviors." As a result, hustle culture behaviors can be formed from
the top of the workplace hierarchy and embodied by the remainder of the organization. This
indication is problematic as such behaviors might not be authentic to the company's mission or
values if they were derived based on insecurities or lack of vision. Such a misrepresentation of
the leader's genuine abilities can stimulate mistrust among employees who delve into stress,
divisiveness, and low productivity ambitions (Hurley, 2006). It also implies high-quality
communication occurs when certain levels of trust are a part of the working relationship between
direct supervisors and employees. For example, FitzPatrick et al. (2014, p. 9) implied: "Staff may
be more receptive to a new idea if they believe that someone cares about what they think and that
their reasonable and constructive criticisms are being taken into account."
Conforming to a continuous work cycle is best explained by O'Neill and Barsade (2016)
who discussed the concept of emotional culture as "the shared affective values, norms, artifacts,
and assumptions that govern which emotions people have and express at work and which ones
they are better off suppressing." O'Neill and Barsade also revealed that an organization's
emotional culture influences employee satisfaction, burnout, collaboration, financial
performance, and absenteeism. Each organization has an emotional culture, even if the
organization suppresses emotion. The psychological perception of an organization is reinforced
by leaders who often are unaware of their level of influence on daily behaviors and expectations.
For example, Plummer (2018) argued against the stereotype that overachievers say yes to more
work. Instead, leaders unknowingly engaged in practices that trap their high performers in a
cycle that makes them more prone to burnout. By putting the same group of employees on the
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hardest projects, leaders risk enabling their A-players to feel resentful of other employees
whose performance is perceived to be subpar.
Despite the benefits of taking a vacation, Friedman (2015) revealed that time-off has
become counter-cultural within our workplaces. A prevalent perception is that employees fear
their managers will think less of them for utilizing their paid time off. However, Friedman also
discussed the risks to business operations if employees do not utilize paid time off days. Such
risks include an increase in employee impulsiveness, poor concentration, and negativity. A study
conducted by Achor (2014) revealed that scheduled time off is optimal restorative when planned
for more than a month. In contrast, vacations are prone to be stressful when booked at the last
minute, negating the positive impacts of the time off. Research conducted by P: TO revealed
employees who take fewer vacation days were less likely to receive a pay raise during their
tenure (Carmichael, 2016).
Performative Workaholism Impact on Organizational Commitment
Luce and Hewlett (2014) furthered the notion that the 40-hour workweek is nonexistent,
and employees are now subject to extreme jobs where they work 60+ hours per week while
managing 24/7 professional demands. Particularly concerning globalization, Luce and Hewlett
noted the need to oversee work in several time zones, inconsequently increases one's workday
stressors and expectations. Further, 80 percent of accidents on the job are related to workplace
stress, and more than 80 percent of medical visits are due to pressure (Cameron et al., 2015).
Contrary to many reports, several research pieces found that work is less stressful than our home
lives and provides employees with a haven to feel in control (Carmichael, 2015). The implication
then is there is no guarantee in the difference in work quality due to long hours. Regardless,
workplace stress results in 50 percent of voluntary turnover and costs organizations,
approximately 20 percent of that employee's salary to replace the employee (Cameron et al.,
2015).
Wittenberg-Cox (2018) noted the stark contrast in the way work is perceived: "The
highest-paid work more hours than anyone else, reversing centuries where it was the poor who
worked while the rich rested. Now the poor are unemployed, and the rich work their days away."
Acute workaholics put work above everything and lack the perspective and personality to inspire
their team (Griffin, 2003). Brummelhuis and Rothbard (2018) found that both engaged and
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disengaged workaholics report more psychosomatic and mental health complaints than nonworkaholics. Additionally, they commented: "Workaholism often goes hand in hand with
working long hours. It's possible to be obsessed with work but only work 35 hours a week or
less."
Cooper et al. (2018) explained the notion of hyper-competitiveness as "norms for both
men and women revolve around the need to constantly prove one's prowess, a drive to win, and
pressure to put work above all else in life." They further argue that women and minorities are
exposed to a "double-bind" that makes them less likely to succeed in expressing dominant
behaviors such as anger and self-promotion. However, Reid (2015) previously suggested that
many men were dissatisfied with their firm's expectations of working long hours and constant
traveling. The differences exist in the strategies men tend to utilize to cope with these demands.
For example, Reid (2015) disclosed that women were more likely to take formal
accommodations, such as adjusting their work hours at the risk of not being perceived as a true
ideal worker. Men tend to find unobtrusive ways to alter their schedules, such as cultivating most
of the work locally and still be perceived as being compliant. However, men who requested
assistance for adjusting their plans for similar reasons as women were subject to identical
marginalization women face concerning work-family conflicts.
Cooper et al. (2018) theorized that such hyper-competitiveness, also referred to as
“masculinity contests” are enabled for two reasons: "(1) The association between toxic
masculinity and success is so strong that people feel compelled to keep playing the game, despite
the dysfunctional behavior it produces, and (2) questioning the masculinity contest marks one as
a loser, which disincentives people from pushing back." Such behaviors also hold direct costs in
the form of turnover and potential lawsuits as well as indirect damages related to employee
wellbeing and psychological safety. The High Cost of a Toxic Workplace Culture 2019 SHRM
report revealed: "Lack of communication [between managers and workers] is a leading
contributor to the cultural issues facing many organizations. Managers are in a prime position to
build strong and positive workplaces by listening to employees, holding workers and leaders
accountable for their actions, setting expectations, and clarifying information." Failure to do so
resulted in $223 billion in turnover costs in the past five years (Mirza, 2019).
Stine et al. (1995) suggested a link between supervisor listening and perceived relational
quality with employees, which alters perceptions of organizational climate. However, this
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implication assumes employees are openly communicating with their supervisors, which is not
always accurate, given the level of trust and comfort present in the relationship employees share
with their supervisors. Mainly, a higher level of empathic listening should be provided to
employees. Lloyd et al. (2015) focused on the listening quality given to employees and how it
cultivates employee perceptions on organizational outcomes.
Once employee perceptions have already developed, it is questionable how much of an
impact leader listening will have on the employee, and if the employee perceives listening to be
genuine. The Johari Window model, which consists of four quadrants, better explains this
concept. The model consists of an Open Area, a Blind Area, a Hidden Area, and an Unknown
Area (Luft, 1969). From a managerial perspective, there are two objectives of the Johari Window
model. The first is to facilitate feedback among employees regarding their blind areas to create a
culture and promote expectations surrounding "open, honest, positive, helpful, constructive,
sensitive communications, and the sharing of knowledge throughout their organization" (Luft,
1969). The second is to encourage employee self-discovery through constructive feedback,
which will allow employees to achieve higher potential and contribute more to organizational
performance.
Research conducted by Johns and Gratton (2013) examined that highly skilled virtual
workers believe promotions are more likely given due to social bonding as opposed to the quality
of work completed. As a result, virtual workers might feel obligated to eliminate professional
and personal boundaries, counteracting the benefits of work flexibility that remote work is said
to bring. Cameron et al. (2015) stressed the deception of thriving in a cutthroat culture is exciting
and exhilarating for the employee but will most likely lead to disengagement in the long-term.
Such withdrawal proves to be costly to organizations. According to the 2017 Gallup State of the
American Workplace report: "Disengaged workers had 37 percent higher absenteeism, 49
percent more accidents, and 60 percent more errors and defects. In organizations with low
employee engagement, they experience 18 percent lower productivity, 16 percent lower
profitability, 37 percent lower job growth, and 65 percent lower share price over time."
The Unsaid Obligatory Work Ethic
Griffin (2014) stated: “In the Darwinian process that follows, those with the ability to
survive and thrive are rewarded; those without it are disciplined or reassigned.” Morandin and
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Russo (2019) further explained several reasons as to the culmination of our overworked culture.
One explanation is the perception of how individuals spend their free time and the notion that
free time is a waste of energy. The other account suggests that organizations include insecure
workers who require objective data such as hours worked per week to justify their value,
contribution, and performance. Petrilieri (2015) previously argued: "We overwork not when we
work too hard, but when working becomes less of a means and more of an end." O'Neill and
Barsade (2016) suggested the irony of promoting healthy competition, as it is likely to create a
culture of envy, which then decreases collaboration.
The pressure to overwork begins as a logical means to contribute valuable energy
towards tasks (McKee, 2019). The danger arises when such contribution becomes the
expectation of work, which traps the employee in a cycle of constant urgency. McKee suggested
that employees would benefit from resonant micro-cultures, where they are accountable for their
actions in the immediate culture as opposed to the overall corporate culture. Delong and
Vijayaraghavan (2003) implied that long-term performance and overall company survival
depend heavily on B-players. Specifically, they argue: "Companies are routinely blinded to the
important role B-players serve in saving organizations from themselves. They counterbalance the
ambitions of the company's high-performing visionaries, whose esteemed strengths, when
carried to an extreme, can lead to reckless or volatile behavior." According to Plummer (2018),
10 percent of A-players account for 400 percent of productivity growth than average performers.
The Effect of Hustle Behaviors on Employee Experiences
Interestingly, Carmichael (2015) suggested that culture does not dictate norms. Instead,
employees react to macro forces such as inner drivers, machismo, enjoyment, a desire to prove
importance, or an overdeveloped sense of responsibility. The deception of co-working spaces,
however, is the illusion that they enable a culture of joy. A study conducted by Liu (2019)
revealed that employees committed to achieving the company's vision and strategy experience a
high-level of pleasure at work. However, the study also found the presence of a joy gap. Even
though 90 percent of the respondents expected to see a significant degree of joy at work, only 37
percent reported that to be their professional experience. The indication is while an organization
breeds a certain cultural quality, there could be discrepancies in an employee's day-to-day that
dictate the opposite of the organization's cultural norms. While an organization may announce
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that it embodies a culture joy, low-quality supervisor-employee communication can force the
employee to feel frustrated despite working for a company that has a positive corporate culture.
Liu (2019) implied that the belief, which stems from a culture of joy, positively impacts
high retention rates and, by contrast, decreases turnover expenses. Liu also mentioned while
technology provides the means for connectivity, joy occurs through team harmony, impactful
employee performance, and acknowledgment of employee contributions. Positive emotions that
arise from a culture of joy may also affect employees' ability to conduct authentic and difficult
conversations regarding work performance and expectations, which counters the entire concept
of creating a culture of joy. Contrary to this notion, however, are Charest et al. (2010) findings
that individuals who strive to purpose-driven work are at higher risk of burnout because they are
more susceptible to obsessive passion as opposed to harmonious passion.
A mentionable implication is employees' fear of offending colleagues they consider to be
like family (O'Neill and Barsade, 2016). B-Players are more susceptible to resolve such conflicts
comfortably. B-players highly value work-life balance and tend to assume a limited number of
organizational types (Delong and Vijayaraghavan 2003). Meaning, while A-players focus on
"what's good for me" as opposed to what is suitable for the company, B-players do not require
advancement at all costs to their identities. Delong and Vijayaraghavan (2003) further imply the
most efficient B-players are A-players who have rejected the pressures of an "A-life" and can
scale tasks with minimal supervision.
Wilkie (2017) suggested, “The rise of websites that publish wage and salary information
– as well as reports about high executive pay – have made workers keenly aware of any
discrepancies between their earning and others.” As a result, perception and reality validate
feelings of being overworked and underpaid. Chamorro-Premuzic (2013) argued for the need to
embrace work-life imbalance. Specifically, he claimed that individuals, who have jobs as
opposed to careers, worry about work-life balance because they do not have fun at work. Rather,
he called for work-life fusion instead of work-life balance to highlight that if one has fun on the
job, one will acquire a sense of purpose. Lieberman (2014) was in substantial disagreement with
the notion that doing what one loves is a simple choice: “The Do What You Love framework
ignores those who work low-skill, low-wage jobs – housekeepers, migrant workers, janitors.
These individuals are not simply failing to acquire gratifying work that they love.”
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Brummelhuis and Rothbard (2018) claimed that while loving your work can mitigate
some risk of obsessing over work, engaged workaholics receive more social support from their
supervisors. Further, they score higher on communication and time management skills and
general work skills than non-engaged workaholics. Engaged workaholics report higher intrinsic
motivation for work than non-engaged workaholics who were more likely to hold extrinsic
motivators such as money or status. A study conducted by the University of Toronto found "50
percent of people bring their work home, and that incidence of work-life interference is higher
among those who hold professional jobs with more authority, decision-making latitude, pressure,
and longer hours. In today's ever-connected world, many of us are expected to be on 24/7 and
work full-time or part-time from home." (Coleman and Coleman, 2016).
The inefficiency of measuring employee satisfaction and productivity through standard
KPIs and engagement surveys stems from not accounting for the new methods teams connect in
their work environments. Johns and Gratton (2013) urged for the need to recognize that standard
HR practices and efficiency metrics are a one size fits all assumption that is unable to understand
the variance of employee motivations and individual bandwidths for their productivity input. For
example, Breidenthal et al. (2018) revealed that while perfectionists are more motivated on the
job, such as working longer hours and being more engaged, perfectionism correlates to
detrimental work and non-work outcomes. This then results in higher levels of burnout, stress,
anxiety, and depression.
The Future of Hustle Culture
Scrudder et al. (2008) expressed the importance of studying the integration of new
employees into existing work to analyze variations in professional relationships further. Prior
research on temporary employee communication indicated such employees use a passive
approach to communicate compared to newly hire permanent employees due to the nature of
their tenure (Sias, Krammer & Jenkins, 1997). This finding means that temporary employees are
more likely to communicate to complete their assignments as opposed to form professional
relationships since their employment is only a short-term role. However, Lamude et al. (2004)
interestingly found that recently hired employees categorize themselves to have high-quality
relationships with their supervisors. The classification is possibly a result of the short nature of
interactions and underdeveloped perceptions of one another. While the explanation of this
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categorization is contradictory to what defines high-quality exchanges, it makes sense in this
specific context.
Vivek Murthy, the former Surgeon General of the United States, stated: "Increasing
numbers of remote and independent gig economy workers is one of the key reasons for the
growing loneliness epidemic, associated with a reduction in lifespan similar to that caused by
smoking 15 cigarettes a day and even greater than that associated with obesity" (King 2017).
Lieberman (2018) noted that our focus on self-care is not on the actual self but the data about
ourselves. Moreover, we are approaching work-life balance with similar obsessive energy as we
do professionally. Bellezza et al. (2016) revealed in their study: "A busy person possessed
desired human capital characteristics (e.g., competence and ambition) and is scarce in demand in
the job market." Therefore, we view optimizing ourselves as another thing to work on using
metrics-driven ways to measure our self-care satisfyingly (Lieberman, 2018).
Further, Morandin and Russo (2019) pointed out the unintended consequences of flexible
work hours: "Flexibility does not always translate into better work-life balance. Remote workers
often experience high work intensity and reduced autonomy due to their ability to communicate
with colleagues throughout their devices. Paid family leave or childcare support can raise
perceptions of unfairness in the workforce. Such policies are typically for workers with
caregiving responsibilities. The majority of employees who do have access to flexible work
arrangements are reluctant to use them. Many fear that doing so shows low work commitment
and will harm their career."
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RESEARCH QUESTION
To contribute to relevant literature, we will examine the impacts hustle culture has on our
workforce. While this study will stem from an employee viewpoint, findings will assist
management in better understanding employee work behaviors and expectations, allowing for
strategizing to minimize employee burnout and increase retention. Data collected can help
improve the quality and quantity of information available on these topics. As such, we are testing
the following research question in this study:
RQ : What is the effect of hustle culture on employee performance, employee satisfaction,
and the quality of professional relationships in the workplace?
We hypothesize that hustle culture will increase employee performance but decrease both
employee satisfaction and the quality of professional relationships in the workplace.
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RESEARCH METHODOLOGY
Population
Participants of this study are full-time employees, aged 18 and older, and employed in
professional settings in the United States. We want to determine if the consequences of hustle
culture vary according to the level of an employee's job position. Participants who have a VPlevel or higher role in their company were exempt from this study. We anticipate hustle culture
to be more impactful on entry-level and associate-level employees as they are more likely to
succumb to hustle culture work behaviors given the lack of exposure in their career. Further, the
literature on hustle culture cited for our study primarily concerns this sample population.
Independent freelancers were also excluded from this study as we focused on employees who
work in a permanent team environment.
Sampling Method
We implemented a criterion sampling approach to ensure that participants met the criteria
of being 18 years and older, currently works full-time in the United States, and are not classified
as an independent freelancer or are in a VP-level or higher role. To execute our sampling
approach, we used a convenience sampling method, followed by a snowball sampling approach,
to recruit participants. We initiated the recruitment process through social media correspondence.
Prospective participants were informed of the purpose of this study and were provided with
informed consent to verify whether they are interested in participating. It is essential to note the
sample tested in this study does not serve to represent the entire employee population. Instead,
the responses helped gain better insight as to how employee perceptions of an unspoken agreedupon organizational commitment can affect overall employee experiences in the organization.
Data Collection
Data was collected through our online Qualtrics survey. If participants consented to
participate in this research, they answered 21 scenario questions and four demographic questions.
The study consists of 25 closed-ended questions, except for one that asked for the industry in
which the participants currently belong. The first two questions were filter questions in which
respondents were directed to the end of the survey if they did not meet eligibility. Data was
collected by the distribution of an anonymous survey link via the Principal Investigator's
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Facebook, LinkedIn, Instagram, and Reddit social media accounts. There are similarities in
lifestyle with acquaintances on the social media platforms used, so a certain level of inherent bias
may be present among responses. It was also voluntary for participants to share the anonymous
survey link to recruit other participants for this research.
A draft of the questionnaire was compiled and subjected to a pretest. The survey, as well
as distribution messages, was only offered in English. Data was collected during a 17-day time
frame and was cross-tabulated on Qualtrics. Respondents had the option to pause the survey and
complete it at a later time. The survey questions asked were personal, and participants may have
experienced some emotional discomfort while answering the questions. Therefore, participants
had the option to skip questions they did not wish to complete. Since the data collection occurred
online, research personnel took the most considerable effort to ensure participant confidentiality.
The questions were self-administered, and there was no intervention from the research team.
There was, however, the possibility for both respondent identity fraud and multiple surveys
completed by a single user.
Ethical Considerations
It was imperative to establish rapport with participants from the beginning of the research
process. The beginning of the online survey consisted of a consent request for participants to be a
part of the study. Participants also had the option to opt-out throughout the completion of this
research. Further, personally identifiable information such as name, email address, and
organization were not collected. We also provided contact information to provide survey
question explanations to those who experienced difficulties in comprehending specific questions.
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DATA ANALYSIS
Data was analyzed using a thematic analysis approach to categorize reoccurring participant
answers. For this study, we summarized data through descriptive statistics. 109 respondents (n =
109) completed the survey with a 100% final completion rate. No participation incentives, such
as monetary rewards for completion, were used. The 109 (n = 109) respondents who completed
the survey are representative of 0.00000083% (f = 0.00000083%) of the total full-time employee
population aged 18 years and older in the United States. Based on the annual averages provided
by the U.S. Bureau of Labor Statistics, our population size is approximately 130,597,000
employed full-time workers. Therefore, the actual 2020 U.S. full-time employed adult population
might differ from the figure we used. The margin of sampling error for this study is +/- 9
percentage points with a 95% confidence level. The collected data was not weighted due to the
size of our population sample. The data collected from the sample is descriptive but not
projective of the adults employed full-time in the United States because the sample size is not
adequate in size to be representative of the population in study.
Key Takeaway #1: Most respondents believe there is a negative connotation associated with
hustle.
•
•
•
•

As respondent work hours increased, respondents' associations of the term "hustle" were
less negative and more positive.
As workload intensity increased, negative connotations of hustle decreased, and positive
implications of hustle occurred.
Positive connotations of hustle were more prominent when the likelihood of respondents
voluntarily completing work outside of standard work hours increased.
When analyzed with hours spent on sleep, negative hustle perceptions were dominant.

Approximately 60 percent of respondents consider the word hustle to have a negative
connotation, and respondents' work behaviors support this finding. For example, 74 percent of
respondents spend 30-50 hours on work-related responsibilities per week. Further, only 20
percent of respondents said they are very likely to complete work-related duties outside of their
physical work environment. We wanted to determine if hours worked per week and the
likelihood of completing work outside of the workplace would impact hustle associations. We
found an interesting correlation between hours worked per week and respondent associations of
hustle. Our data show that as work hours increased, perceptions of hustle were less negative and
more positive.
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H U S TL E P E R C E P TIO N S M E A S U R E D A G A IN S T WO R K IN P U T H O U R S P E R WE E K
Q 5: O N A D A ILY BA S IS , H O W LIK ELY A R E YO U TO BE S A TIS F IED W ITH TH E W O R K YO U
C O MP LETED A T YO UR W O R K P LA C E?
Q 14: A C C O R D IN G TO YO U, D O ES TH E W O R D “ H US TLE” H A V E A P O S ITIV E O R N EG A TIV E
C O N N O TA TIO N ?

Positive

44.4%

51-70 HOURS

30-50 HOURS

40.0%

Negative

55.6%

60.0%

Figure 1: Our data demonstrates an inverse correlation between hustle perceptions and the number of hours
respondents spend on work activities.

Additionally, our data revealed of the respondents who are very likely to complete workrelated tasks outside of their work setting, approximately 55 percent also view hustle with a
positive connotation. However, of respondents who said they are not at all likely to complete
work assignments outside of their work environment, approximately 74 percent also view hustle
with a negative connotation. These findings imply that respondents are more willing to stay late
in their work environment to complete extra tasks than to bring additional responsibilities to
another facet of their lives, such as at home or on vacation. There is also a correlation between
increased work hours and an increased likelihood of completing work-related responsibilities
outside of a physical work environment. Of the respondents who spend 51-70 hours on workrelated duties, approximately 33 percent are very likely to complete work-related tasks outside of
their work setting. However, of the respondents who spend 30-50 hours on work-related
responsibilities, 26 percent are not very likely to complete work-related duties outside of their
physical work environments.
Workload intensity resulting from professional industry might also play a factor in
determining if respondents view the term hustle as having a positive or negative connotation. For
example, our data shows that respondents belonging to the Automotive, Education, Human
Resources, and Technology industries were more prone to consider hustle with a negative
connotation. Surprisingly, respondents in the Healthcare industry were more likely to associate
hustle with a positive connotation, except for respondents in the Nursing and Medical Software
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sectors. While workload intensity across industries might contribute to respondents' perception
of the word hustle, it might not be the determining factor. Most notable in the Education
industry, 67 percent of respondents described their workload to be very intense. However, having
a very intense workload across the Healthcare industry was found in only 46 percent of
respondents.
Our findings demonstrate a new correlation between perceptions of hustle and workload
intensity. Of the respondents who described their workloads to be very intense, approximately 50
percent believe hustle has a positive connotation, whereas the other 50 percent associate hustle
with negative implications. Surprisingly, negative associations of hustle increased as workload
intensity decreased. Of the respondents who described their workloads to be not at all intense or
not very intense, 20 percent also said they consider hustle to have a positive connotation. In
contrast, the other 80 percent believed hustle has a negative connotation. These findings imply
there may be additional factors associated with workload intensity that could alter respondent
perceptions of hustle.
H U S TL E P E R C E P TIO N S M E A S U R E D A G A IN S T WO R K L O A D IN TE N S I TY
Q 12: H O W IN TEN S E W O ULD YO U D ES C R IBE YO UR W O R K LO A D TO BE O N A D A I LY BA S IS ?
Q 14: A C C O R D IN G TO YO U, D O ES TH E W O R D “ H US TLE” H A V E A P O S ITIV E O R N EG A TIV E
C O N N O TA TIO N ?

Positive

50.0%
65.2%

50.0%
34.8%
HI GHL Y I N TE N S E

VERY INTENSE

Negative

58.3%

80.0%

80.0%

20.0%

20.0%

NOT VERY INTENSE

NOT AT ALL INTENSE

41.7%
NEUTRAL

Figure 2: The term “hustle” appears to have more of a negative connotation attached as respondents’ workload
intensity decreases.

Concerning additional work from third parties that would require respondents to work
beyond standard work hours, negative hustle perceptions were dominant across the spectrum of
communicating these concerns to supervisors. Approximately 60 percent of respondents who
said they are either very likely or highly unlikely to describe additional responsibilities being a
problem also view hustle with a negative connotation. Additionally, only 38 percent of
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respondents who are highly susceptible to communicate additional responsibility concerns also
associate hustle with a positive perception.
However, 32 percent of respondents said they are very likely to volunteer working
outside of work hours. In contrast, roughly 21 percent of respondents said it is not very likely for
them to do so. There appears to be a correlation between voluntarily completing work outside of
standard practice and having positive hustle associations. Of the respondents who are highly
likely to work outside of standard hours willingly, approximately 56 percent also view hustle
with positive associations. Contrasting, of the respondents who are highly unlikely to work out of
regular work hours voluntarily, roughly 82 percent also view hustle with negative connotations.
Additionally, approximately 41 percent of respondents who are likely to complete job
responsibilities outside of their physical work environment also believe it is very likely they
would work beyond their standard work hours. These findings are an exciting contrast that
implies having a choice in the matter influences the respondents' decision.
H U S TL E P E R C E P TIO N S M E A S U R E D A G A IN S T L IK E L IH O O D O F V O L U N TA R Y WO R K
C O M P L E TIO N
Q 14: A C C O R D IN G TO YO U, D O ES TH E W O R D “ H US TLE” H A V E A P O S ITIV E O R N EG A TIV E
C O N N O TA TIO N ?
Q 16: H O W LIK ELY A R E YO U TO V O LUN TA R ILY C O MP LETE J O B R ES P O N S IBILI TIES O UTS ID E O F
YOUR NOR MAL W O

Positive

44.4%

52.9%

Negative

56.3%

58.8%
81.8%

55.6%

47.1%

43.8%

41.2%

VERY LIKELY

NEUTRAL

UNLIKELY

18.2%
HI GHL Y L I K E L Y

HI GHL Y U N L I K E L Y

Figure 3: As the likelihood of respondents’ voluntarily completing work responsibilities outside of standard work
hours increases, positive hustle perceptions also increases.

In comparison to the input of work hours, roughly 47 percent of respondents said they get
between 30-45 hours of sleep per week, which is less than the daily national recommended
average. Of the respondents who receive between 30-50 hours of sleep each week, 52
percent also have negative views of hustle, whereas 48 percent share positive associations of
hustle. When analyzed with hours spent on sleep, negative hustle perceptions were dominant
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across all timeframes. Even when the amount of sleep increased, negative hustle connotations
were prevalent.
H U S TL E P E R C E P TIO N S M E A S U R E D A G A IN S T H O U R S O F S L E E P P E R WE E K
Q 14: A C C O R D IN G TO YO U, D O ES TH E W O R D “ H US TLE” H A V E A P O S ITIV E O R N EG A TIV E
C O N N O TA TIO N ?
Q 22: O N A V ER A G E, H O W MA N Y H O UR S O F S LEEP EA C H W EEK D O YO U G ET?

Positive

6 0 + HOU R S

4 5 - 6 0 HOU R S

33.3%

Negative

66.7%

27.3%

72.7%

3 0 - 4 5 HOU R S

48.0%

52.0%

1 5 - 3 0 HOU R S

47.6%

52.4%

> 1 5 HOU R S

25.0%

75.0%

Figure 4: While negative perceptions of hustle were dominant across all sleep timeframes, they were also prominent
as the number of sleep hours increased.

Key Takeaway #2: Managerial clarity of communication regarding respondents’ role
expectations impacts what respondents view as the most important factor as an employee.
•
•

•
•

Respondents are more willing to forgo a supportive supervisor than a higher paying job,
which appears to be strongly influenced by role clarity.
Respondents who strongly believe a new employee cannot replace them are less likely to
communicate concerns to their supervisors than respondents who firmly believe they are
replaceable.
The more likely respondents feel they are easily replaceable, the more likely they are to
work outside of their workplace.
Replaceability perceptions and work-level output influence respondents' confidence in
managerial encouragement of mental health time off.

Approximately 44 percent of respondents recorded work-life balance as more important
than receiving monetary compensation and benefits. However, if told only to choose one option,
41 percent of respondents would choose a high paying job over a supportive supervisor, who
would be crucial in gaining work-life balance. Of the respondents who view work-life balance as
the most important factor as an employee, 45 percent would not give up a supportive supervisor.
However, of the respondents who view monetary compensation and benefits as the most
important factor as an employee, 70 percent would not forgo a high paying job. Even of the
respondents who chose flexible work hours as the most crucial aspect as an employee, 50 percent
would not forgo a high paying job, whereas 25 percent would not forgo a supportive supervisor.
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The single exception we found was 50 percent of the respondents who described managerial
communication regarding role expectations to be not at all clear would also not forgo a high
paying job. It can be implied, then, that respondents who fall into this category might not
anticipate having a supportive supervisor to be feasible given the lack of clear communication
provided.
CLARITY OF MANAGERIAL COMMUNICATION IMPACTS EMPLOYEE CHOICE
Q. 8: HOW CLEARLY DOES YOUR SUPERVISOR COMMUNICATE TO YOU HIS/HER EXPECTATIONS FOR THE TASKS
YOU ARE TO COMPLETE?
Q.18: WHICH OF THE FOLLOWING CHOICES IS MOST IMPORTANT TO YOU? WHEN YOU PICK A CHOI

Supportive Supervisor

High Energy Culture

High Paying Job

Professional Development

60.0%
50.0%
40.0%
30.0%
20.0%

10.0%
0.0%
EXPLCITLY CLEAR

CLEAR

NEUTRAL

UNCLEAR

NOT AT ALL CLEAR

Figure 5: It appears respondents gravitate towards choosing a supportive supervisor when role expectations
are unclear. However, a high paying job is the essential employee choice across all other clarity levels of role
expectations.

Different employees might likely require different types of support from supervisors,
with supervisor communication appearing to be the primary support sought after. Of the
respondents who stated their supervisors clearly communicate role expectations, 48 percent said
they would not give up a high paying job, whereas 20 percent said they would not give up a
supportive supervisor. However, of the respondents who stated their supervisors unclearly
communicate role expectations, approximately 29 percent said they would not give up a high
paying job. In contrast, roughly 53 percent said they would not give up having a supportive
supervisor. Additionally, of the respondents who felt their supervisor neither clearly nor
unclearly communicates role expectations, 50 percent leaned towards not forgoing a supportive
supervisor. These findings imply that clarity of communication has the potential to impact not
just the supervisor-employee relationship but also the overall employee experience.
An issue regarding the quality of supervisor-employee relationships can be further
implied, particularly in communicating concerns regarding additional work responsibilities. Our
data show that respondents leaned towards not expressing these concerns. Only 19 percent
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of respondents said it is highly likely they would communicate to their supervisor should an
issue arise, such as working beyond standard work hours. One explanation could result from
respondent's fear of being replaced by another employee, irrespective of how efficiently
respondents consider themselves compared to other team members. Of the respondents who
believe strongly that their supervisors could easily replace them with another employee, 25
percent said it is highly unlikely that they would communicate additional responsibilities as a
concern. However, 36 percent of the respondents who do not feel strongly that they are easily
replaceable also said it was unlikely for them to bring up additional responsibilities as a concern.
These findings imply that although respondents may not perceive it likely that they could be
replaced, they might not be willing to jeopardize that perception by communicating work-related
concerns.
R EP LAC EAB IL ITY P ER C EP TIO N S M EAS U R ED AGAIN S T C O M M U N IC ATIN G
A D D ITIO N A L WO R K C O N C E R N S
Q 15: W H EN TH IR D P A R TIES , S UC H A S A C LIEN T O R A N O TH ER D EP A R TMEN T, A S S IG N S TA S K S
TH A T R EQ UIR E YO U TO W O R K BEYO N D S TA N D A R D W O R K H O UR S , H O W LIK ELY A R E YO U TO
BR IN G TH IS TO YO UR

Highly Likely

NOT STRONGLY

17.9%

Neutral

21.4%

7.1%

29.0%

NEUTRAL

STRONGLY

Very Likely

14.6%

32.3%

22.9%

16.7%

Unlikely

Highly Unlikely

35.7%

12.9%

20.8%

17.9%

16.1%

9.7%

25.0%

Figure 6: Respondents who do not feel strongly that a new employee can easily replace them are more unlikely to
communicate to their supervisors when additional responsibilities pose a problem compared to respondents who
firmly believe they are easily replaceable.

Additionally, there may be a correlation between work consumption outside of the
workplace and respondents' confidence in being replaced. Of the respondents who strongly
believe another employee can easily replace them, only 10 percent are very likely to complete
work responsibilities outside of their physical work environment. In contrast, 36 percent of
respondents who strongly believe another employee cannot replace them are also very likely to
work outside of their physical work environment. Likewise, 50 percent of respondents who
strongly believe another employee cannot replace them are also very likely to work beyond
standard work hours voluntarily. These findings imply that respondents who firmly believe their
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supervisors can replace them have a decreased motivation to complete additional responsibilities
and choose to devote their energy to other aspects of their life that are not work-related during
off-hours.
R E P L A C E A B IL I T Y P E R C E P TIO N S A F F E C T WO R K C O N S U M P TIO N O U TS ID E O F TH E
WO R K P L A C E
Q 6: H O W LIK ELY A R E YO U TO C O MP LETE W O R K -R ELA TED R ES P O N S IBILITIES O UTS ID E O F
YO UR P H YS IC A L W O R K EN V IR O N MEN T?
Q 2 4 : H O W S T R O N G L Y D O Y O U B E L I E V E I N T H E S T A T E M E N T : “ M Y S U P E R V I S OR C A N E A S

VERY LIKELY

22.6%

17.9%

22.6%

17.9%

S O M E WHA T L I K E L Y

NEUTRAL

3.6%

6.5%

12.5%

31.3%

Not Strongly

31.3%

Neutral

25.0%

14.6%

10.4%

22.6%

25.8%

35.7%

Strongly

NOT VERY LIKELY

NOT AT ALL LIKELY

Figure 7: It appears the more likely respondents are to work outside of their physical work environment, the less
likely they believe their supervisor can easily hire a new employee as a replacement.

The perception of supervisor willingness to encourage paid time off for mental health is
essential here as it directly relates to communication quality regarding respondent role
expectations and hustle perceptions. For example, of the respondents who said they are highly
doubtful that their supervisors would encourage taking mental health time off, roughly 71
percent felt strongly that they are easily replaceable. Should supervisors support or offer mental
health time off, respondents may be wary of taking that opportunity to further showcase their
commitment to the organization despite their other career achievements.
It appears respondents’ perceptions of being given mental health paid time off
strengthened when the likelihood of them working beyond standard expectations increases. Of
the respondents who are very likely to work outside of their work environment, roughly 46
percent are highly confident their supervisors would encourage mental health time off. However,
of the respondents who are not at all likely to work outside of their workplace, approximately 57
percent are highly doubtful their supervisors would encourage utilizing paid time off for mental
health purposes. These findings imply that respondents may hold an underlying assumption that
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they might be considered expendable if opting to use mental health benefits at the expense of
time taken away from work.
WO R K O U TP U T M E A S U R E D A G A IN S T R E S P O N D E N TS ' C O N F ID E N C E IN R E C E IV IN G
M EN TAL H EALTH P TO
Q 6: H O W LIK ELY A R E YO U TO C O MP LETE W O R K -R ELA TED R ES P O N S IBILITIES O UTS ID E O F
YO UR P H YS IC A L W O R K EN V IR O N MEN T?
Q 11: H O W C O N F ID EN T A R E YO U TH A T YO UR S UP ER V IS O R W O ULD EN C O UR A G E Y

Highly Confident

NOT AT ALL LIKELY

NOT VERY LIKELY

NEUTRAL

S O M E WHA T L I K E L Y

VERY LIKELY

Very Confident

17.4%
7.1%

8.7% 4.3%

Neutral

13.0%

17.9%

7.7%

22.7%

13.6%
45.5%

Highly Doubtful

56.5%

25.0%

30.8%

Very Doubtful

14.3%

7.7%

35.7%

23.1%

18.2%

30.8%
22.7%

13.6%

18.2%

22.7%
13.6%

9.1%

Figure 8: As the likelihood of respondents working outside of their workplace increases, confidence in managerial
encouragement of mental health paid time off also increases.

Key Takeaway #3: Most respondents described their workplace to have high employee morale,
but still appear to demonstrate insecurities when their performance is not recognized, or their
responsibilities are altered.
•
•
•
•

The higher the likelihood of respondents receiving verbal appreciation for their work, the
more positive the perception of employee morale at the organization.
There is a positive correlation between employee morale and recommending the company
as a place to work.
Verbal recognition appears to impact respondent satisfaction with their completed work
per day.
When measures against motivational sayings, the authenticity of respondents' satisfaction
as employees become questionable.

Approximately 32 percent of respondents said employee morale was positive at their
place of work. A direct result of this finding might come from another discovery in which 33
percent of respondents revealed it is very likely for their work to be verbally appreciated by their
immediate supervisor, colleagues, or team member. Of the respondents who described their
workplace as highly positive, 50 percent also said it is highly likely for their work to be verbally
appreciated by a direct supervisor, colleague, or team member. In contrast, the remaining 50
percent said it was very likely for their work to be appreciated. Not one of the respondents who
described their company to have positive employee morale said it was highly unlikely or even
unlikely that their work would be verbally appreciated. However, of respondents who described
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their place of work to be highly negative, approximately 54 percent also responded that it is
highly unlikely for their work to gain verbally appreciated.
THE IMPACT OF VERBAL RECOGNITION ON EMPLOYEE MORALE
Q19: HOW LIKELY IS YOUR WORK TO BE VERBALLY APPRECIATED BY YOUR DIRECT SUPERVISOR, A
COLLEAGUE, OR TEAM MEMBER?
Q21: HOW WOULD YOU DESCRIBE EMPLOYEE MORALE AT YOUR COMPANY?

Highly Likely

Very Likely

Neutral

Unlikely

Highly Unlikely

60.0%

50.0%
40.0%
30.0%
20.0%
10.0%
0.0%
HIGHLY POSITIVE

POSITIVE

NEUTRAL

NEGATIVE

HIGHLY NEGATIVE

Figure 9: Employee morale grows more positive as the likelihood of verbal appreciation for respondent work
increases.

Employee satisfaction may also impact how respondents describe employee morale at
their company. Of the respondents who are very satisfied at their current place of work, 62
percent also believe it is very likely for their work to be verbally recognized at their organization.
Further, of the respondents who said they are highly satisfied as employees working at their
current company, roughly 56 percent also said they would describe employee morale at their
company as positive. Additionally, of the respondents who said they are highly unsatisfied as
employees, 37 percent described employee morale as negative at their company.
We received a similar positive correlation when we measured both employee satisfaction
and employee morale with respondents' likelihood of recommending their place of work. Most
notably, of the highly satisfied respondents at their company, not one respondent said it was
highly unlikely or even unlikely that they would not recommend someone to work for their
company. Similarly, of the respondents who described employee morale at their company as
highly positive, roughly 67 percent also said it was highly likely they would recommend
someone to work for their company. These findings suggest that not only are these correlations
positive, but they are also strong.
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CO M P ANY RECO M M ENDATIO N M EASURED AGAIN S T EM P LO YEE M O RALE
Q21: HOW WOULD YOU DESCRIBE EMPLOYEE MORALE AT YOUR COMPANY?
Q23: HOW LIKELY AR E YOU TO R EC OMMEND SOMEONE TO W OR K FOR YOUR C O MPANY?
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Figure 10: There are strong correlations present between the likelihood of respondents recommending someone to
work for their company based on how positive or negative they believe employee morale is at their company.

In contrast, approximately 21 percent of the respondents who believe it is highly unlikely
for their work to be verbally appreciated would also be highly displeased if a part of their work
responsibilities to another team member. Of the respondents who said it is highly unlikely that
another team member can complete tasks as efficiently, roughly 33 percent also said they would
highly displeased if their supervisor redistributed work to another employee. Further, of the
respondents who appear to be displeased with part of their work responsibilities allocated
to another team member, 43 percent feel neutral that their work is verbally appreciated.
Concerning workload intensity, of the respondents who described their workload to be
highly intense, only 4 percent would be highly pleased if their work responsibilities were
redistributed. Our data also demonstrates respondent satisfaction with completed work dependent
on the intensity of their workloads. Specifically, we found that 60 percent of the respondents
who described their workloads to be not at all intense also said they were not very likely to be
satisfied with the work they complete daily. Further, of the respondent who described their
workloads to be very intense, only 46 percent said it is somewhat likely they would be satisfied
with their completed work. Respondent satisfaction with completed work appears to be
influenced by the verbal recognition of said work. Notably, of the respondents who are very
likely to be satisfied with the work they complete daily, 50 percent said it is very likely that their
work receives verbal appreciation. In contrast, of the respondents who are not at all likely to be

31

satisfied with the work they complete daily, 44 percent said it is highly unlikely for their work to
be verbally recognized.
WO R K C O M P L E TIO N S ATIS F A C T IO N M E AS U R E D AG AIN S T VE R B AL
APPRECIATION
Q5: ON A DAILY BASIS, HOW LIKELY AR E YOU TO BE SATISFIED W ITH TH E W OR K YOU
C OMPLETED AT YOUR W OR KPLAC E?
Q19: HOW LIKELY IS YOUR W OR K TO BE VER BALLY APPR EC IATED BY YOUR DIR EC T
SUPERVISOR, A CO
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Figure 11: Work completion satisfaction appears to increase as the likelihood of respondents receiving verbal
recognition for their work also increases.

Perhaps a critical indicator of organizational commitment is employee motivation.
Approximately 34 percent of respondents were most motivated by the saying: "It's about the
Journey not the Destination" and roughly 26 percent were least motivated by the saying "Rise
and Grind." One explanation for why most respondents found the first saying to be the most
motivating could be because they consider their work to be a financial means to fund their real
journey, which is not work-related. Our data found that of the respondents who are not willing to
give up a high paying job, approximately 43 percent also found "It's about the journey not the
destination" to be the most motivating statement.
When measured against motivational sayings, the authenticity of employee satisfaction
becomes questionable. Of the respondents who are highly satisfied as employees, roughly 44
percent chose "It's About the Journey not the Destination" as the most motivational saying. Even
of the respondents who are highly unsatisfied as employees, approximately 42 percent also said,
"It's About the Journey not the Destination" is the most motivational saying. These findings may
strengthen the reasoning that employees are aware that issues about workload intensity and
possibly managerial support are a part of an employee's journey and that employees are
ultimately in control of their journey. Of the respondents who felt neither satisfied nor
unsatisfied as employees, roughly 32 percent chose "Just Do It" as the least motivational saying.
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Moreover, of the respondents who are dissatisfied as employees, approximately 33 percent chose
"Work Hard Play Hard" as the most motivational saying. In contrast, roughly 24 percent chose
"I'll Sleep When I'm dead" as the least motivational saying. Interestingly, these last three sayings
align with the hustle culture behaviors dictated throughout this study, which brings to light the
authenticity of employee satisfaction within hustle culture.
M O TIVA TIO N AL S AY IN GS M EAS U R ED AGAIN S T EM P LO Y EE S ATIS F AC T IO N
Q 13: H O W S A TIS F IED A R E YO U A S A N EMP LO YEE W O R K IN G A T YO UR C UR R EN T P LA C E O F
EMP LO YMEN T?
Q 1 7 : O N A S C A L E O F 1- 5 W I TH 1 B E I N G L E A S T M O TI V A TI N G A N D 5 B E I N G M O S T M O TI V A TI N G ,
R A N K TH E F O LLO W IN G S A YIN G S F
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Figure 12: While “It’s About the Journey not the Destination” appears to be the most motivational saying for both
highly satisfied and highly unsatisfied employees, the perception of motivational sayings across satisfaction levels
vary.
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CONCLUSION
The purpose of this research study was to examine the impacts hustle culture has on
employee performance, employee satisfaction, and the quality of professional relationships in the
workplace. Specifically, we examined the effects hustle culture has on employee productivity,
wellness, and work-life balance. We hypothesized that hustle culture would increase employee
performance but decrease employee satisfaction as well as decrease the quality of professional
relationships in the workplace. Based on our findings, it appears that employee performance,
employee satisfaction levels, and professional relationship quality all varied when measured
against facets of hustle culture. These findings are an essential observation for leaders,
specifically transformational leaders, to adopt individualized consideration under their leadership
styles. The variation of responses we collected in this study indicates that employees would
benefit from open communication regarding role expectations, professional performance, and
mental health. These factors would then contribute to increasing not only employee performance
but also the level of employee satisfaction and professional relationships within the organization.
It is equally vital for supervisors to understand the type of support each of their employees
requires, in addition to understanding the kind of support the workgroup requires, for employees
to engage in their roles adequately.
While most respondents view hustle with a negative connotation, employees can
experience different facets of hustle culture based on the availability of resources and support
provided at their place of employment. Further, it is likely that employees who are recently
starting their careers, such as those in our sample size, might require more resources and support
due to lack of professional exposure. As a result, the need for leaders to segment their
communication to employees is necessary based on the outcomes that the individual employee is
seeking. Further, our data points demonstrate an underlying sense of respondents seeking
validation regarding work responsibilities. Respondents appear to be territorial about their duties
even if they believe another team member can execute those tasks efficiently. However, while
employee productivity did seem to be apparent throughout our findings, we are unable to
determine the value that such productivity has on overall employee performance if such
productivity is motivated by personal insecurities as opposed to managerial encouragement.
We gathered evidence to support the notion that each employee's perception of hustle in
comparison to the actualities of their day-to-day will vary. Tailored communication targeting
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specific employee concerns will prevent information overload, improve employee role clarity,
and positively impact work performance and overall engagement. For these exchanges to be
completely authentic and transparent, leaders must encourage a culture of open communication
to strengthen the quality of professional relationships in the workplace. Employees might then be
more likely to trust that their voices will be heard to improve their growth in their role.
Employee support will vary across industries. Some professions, such as Healthcare and
Technology professions, consist of intense workloads and extended hours by nature. Therefore,
employees in such occupations might not view themselves as part of a hustle culture but rather as
merely doing their jobs because of the explicit communicated role expectations and limitations
from the beginning of employment. Employees who have a better understanding of their work
conditions might be better able to manage factors that may negatively affect employee
satisfaction than employees who cannot cope as efficiently without some type of managerial
intervention. Moreover, employees who receive explicit expectations are better able to build
effective professional relationships as they clearly understand how each party can achieve
organizational objectives together. Hustle culture might provide these employees with an
opportunity to be more proactive in determining how leaders can improve their impact on the
team. Employee morale can increase as well as overall employee performance due to the newly
created access employees have to their leaders.
We measured employee satisfaction from both a productivity level and an employee
morale and corporate culture standpoint. Most notably, respondents' satisfaction for both work
completed daily, and being an employee at their current place of employment were positively
correlated to clear supervisorial communication regarding role expectations, as well as verbal
recognition from a direct supervisor, team member, or colleague. Most respondents described
their place of work to have high employee morale. Still, managerial support, including the
availability of mental health time off, appeared to be provided based on employee commitment
towards the company in the form of longer work commitments. This finding does not imply that
the longevity or intensity of employee commitment increases employee productivity. Further,
while negative hustle culture perceptions were dominant regardless of respondents' average sleep
hours per week, there are likely different facets aside from average work input or workload
intensity that may impact the hours of sleep respondents recorded to receive. Employee
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productivity may indirectly be affected, and to a more considerable extent, satisfaction, and
wellbeing in the workplace.
However, even though respondents were more likely to consider work-life balance to be
more important than monetary compensation and benefits, they were more willing to sacrifice
having a supportive supervisor for a high-paying job. One implication is that the respondents
who value having a supportive supervisor over a high paying job might not share a close
professional relationship with their current supervisor, arguing why a supportive supervisor was
deemed as most valuable. Further, such respondents might not currently have a relationship with
their supervisor that fosters trust or open communication. In contrast, the respondents who do
receive clear communication regarding role expectations may not value a supportive supervisor
as much since respondents already have a clear understanding of their role expectations and rely
less on their supervisor to focus more on their advancement as an employee. These findings
collectively support why it appears hustle culture impacts employee performance, employee
satisfaction, and professional relationship quality, but further research is necessary to determine
the extent of the impact.
Discussion
FitzPatrick et al. (2014, p.10) argued that material rewards are not as powerful as positive
motivators and that employees tend to desire an increase in salary when they feel they are not
rewarded fairly. We can anticipate that respondents have a clear understanding of what is
expected of them professionally and that respondents are instead seeking support in different
areas such as work-life balance or recognition for higher monetary compensation such as a raise
or bonus. Likely, respondents do not have what they perceive to be a supportive supervisor that
would encourage work-life balance. This implication would further explain why respondents
chose work-life balance as most important because it might be something they do not currently
have. Although, it is also likely that their supervisors are not responsible for the lack of work-life
balance, somewhat the respondents themselves are. We believe a broader indication that hustle
culture holds a different meaning for different employees from our data. Since employees might
have a different idea of what hustle culture perceptions mean to them, they might indulge in
behaviors that either support or restrain them from pursuing such actions. These perceptions may
stem from a culmination of communication provided to employees throughout their careers, not
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just at their current workplace. What this indicates to leaders is the importance of not only
establishing clear role expectations but also acknowledging the intent behind employee
behaviors.
It appears that employees make themselves more flexible in completing more work
responsibilities when they choose to volunteer their time as opposed to satisfying a managerial
expectation. It is likely that these additional responsibilities were not communicated to be
mandatory, which may explain why employees find them appealing to fulfill as a proactive
means to be driven. A primary example within the United States is retired healthcare workers
who decided to go back to the frontline and continue their practice to assist in treating COVID19 patients. Notably, this demonstrates that even though countless uncertainties are deriving
from our current global pandemic, employee commitment within the Healthcare industry has
never been more apparent.
Also, it does not seem as though leaders prevent their employees from voluntarily
completing extra work responsibilities, even if the completion of additional responsibilities was
not expected. It demonstrates trust and a healthy professional relationship where neither leader
nor member is being taken advantage of. For example, our data found that the likelihood of
answering emails on a day off increases when respondents voluntarily do it. However, our data
also demonstrates that support such as mental health paid time off is likely given when the
employee executes tasks that are expected of them and does more work outside of regular work
hours voluntarily, which is also an expectation of the supervisor. Supervisors may likely hold an
unconscious bias providing support to employees who work beyond standard expectations so that
they continue to maintain that level of productivity. In contrast, employees who fulfill minimal
expectations might be considered as low performers and risk being more susceptible to being laid
off quicker than employees who are accessible outside of standard hours.
Another implication could be respondents seek more than pay but rather for employee
experience. Perhaps respondents consider having both work-life balance and compensation as
part of their experience working for their corporation and therefore believe both to be vital to
their employment. It is important to note that the discrepancies between stated corporate culture
and the actuality of one's day-to-day plays a significant role here. Employees may consider both
work-life balance and compensation vital components to their employment because they are a
part of the organization's stated corporate culture. The preference for a high paying job might
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result from a transactional perspective in completing a task and being compensated for it.
However, it may also stem from a need or desire for respondents to secure financial security
through monetary gains for what they believe they deserved regardless of compensation market
value.
While respondents might believe in their ability to execute tasks efficiently, they do not
consider themselves a uniquely qualified member of their respective teams. This observation
leads back to our finding that found that most respondents believed their supervisors felt the
respondents were easily replaceable. Additionally, employee satisfaction is not only applicable to
productivity levels. It appears verbal performance recognition skewed respondent perceptions of
employee morale in the sense of differing employee validation that might be present on the
respondents' immediate teams. The authenticity of the motivation to acquire verbal recognition is
also questionable. From our data, it appears this motivation stems from insecurities such as being
replaced or hesitation to communicate concerns, as opposed to genuinely thriving off a hustle
lifestyle. Perhaps, this reasoning skews the value of verbal recognition as employees might use
such validation as a personal metric to measure performance. Such perceptions are problematic
as it fails to consider employees have a different diminishing rate of return regarding
performance. As a result, when the bandwidth of a single employee, or a supervisor, is
established as the minimum expectation for the workgroup to achieve, it removes the incentive
of building a professional relationship of open communication and trust.
There also appears to be less willingness for respondents to be okay with having part of
their work responsibilities distributed to another team member when there is a lack of verbal
appreciation, implying that they are perhaps unworthy for the job. Also, there is a link between
verbal appreciation for work and confidence in supervisors encouraging respondents to use paid
time off for mental health purposes. The perceptions surrounding the verbal recognition of work
might influence the employees' trust in bringing up issues in conversation with their supervisor.
The employee might believe he or she is not working up to expectations, which might impact
mental health further coupled with the insecurity of asking for help. Therefore, supervisors need
to take note of how role expectations are influencing workgroup dynamics, which then also
impact productivity and satisfaction.
Lastly, the direct results from a negative hustle culture are much more than employee
burnout. Arguably, the immediate effects of the negatives of hustle culture stem after employees
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face burnout as they are then faced with the decision of what their next steps are in their career
path. Such a decision will have a direct impact on employees because it will ultimately be a
choice that employees make on their own. That will then set the tone for the remainder of their
employee experience in their current role. It will also force them to alter their expectations for
their next role should they pursue a different professional path. However, some individuals thrive
on this type of culture and would not face burnout due to their priorities or role constraints as an
employee. A hustle culture might drive some employees due to genuinely thriving on that kind of
lifestyle as opposed to being driven by fear of seeming incapable or less valuable to the
organization. Additionally, it may not be likely for individual employees to pursue a different
role or to communicate their burnout in fear of being deemed as replaceable, and therefore
compromising their job security, if access to an equal or better opportunity is unavailable.
Limitations
Findings would have been more significant if we implemented a mix-methods study in
which we distributed our survey, conducted in-person interviews with our sample, and then
compared the overarching themes and language from the data points with one another. Our
findings might have been better correlated to our research question if we were able to crosstabulate our quantitative data points with qualitative data on respondents' first-hand work
experiences more in-depth. As a result of our limited sample to mainly entry-level and associatelevel employees, our findings with each classification might not appear to be as impactful
compared to research in which each was individually studied. Additionally, even though we
actively attempted to do this study objectively with the use of structured questions, there might
be some degree of bias similarities among respondents as participants were selected through a
convenience sampling method, followed by a snowball sampling method.
The use of the survey did not provide room for us to analyze nonverbal cues or tone of
voice that could have further validated or discredited the phrasing of participants' responses.
Moreover, we believe we should have eliminated the 'Neutral' answer choice in the survey
questions as most respondents chose this response, and it did not contribute as much insight as
we wanted to collect. While we gave the respondents the option to contact us should they have
questions none of the respondents utilized that option. As a result, we cannot say with complete
guarantee that all the participants fully understood the question-wording. Further, upon

39

reviewing our data, we realized that we should have re-worded the question which asked
respondents to state the industry they work. Some respondents typed in a State, and we were
unable to utilize those responses in our analysis of hustle culture across industries.
Points for Future Research
The perceptions of hustle culture vary across industries, as well as the intensity of the
workload. However, further research should examine this in more depth – particularly in terms of
sectors within Education, Healthcare, and Technology. From our data points, there seems to be
an inclination that the more employees value other facets of their life than work, the less likely it
is for either their work to be verbally appreciated or for supervisors to encourage mental health
days. Further research on varying types of supervisorial support and its impact on employee
satisfaction and mental health can provide insight into the authenticity of an employee's hustle to
remain committed to the company. It could be of great value to explore hustle culture among
employees who work multiple jobs across different industries. It may also be valuable to
research sectors in which employees bill services by the hour, such as consulting or legal
services, to determine if pressures to charge maximum hours to clients has any effect on hustle
culture perceptions.
Additionally, hustle culture might vary globally with the presence of different work
expectations and work behaviors, such as those presented in collectivistic and individualistic
cultures. An individualistic culture, for example, is dominant within the workforce in the United
States. Employees tend to gravitate towards behaviors and actions that are best for them first as
opposed to what is best for the collective workgroup. Moreover, while there is respect for
authority figures, such as managerial personnel, employees tend not to fear those above them
within the organizational hierarchy. While our data does not support an employee's fear of their
direct supervisor, our data correlates to an employee's fear of not meeting or exceeding the
expectations curated by management and the implications that could occur to the employee.
Our sample was heavily skewed with female respondents, making it difficult to determine
if gender impacted hustle perceptions. More research on gender within hustle culture can provide
insight into how impactful gender inequalities in the workplace concern how employees hustle at
work. Specifically, more research should be conducted on hustle culture from a corporate level,
as most of our respondents did not fall under the corporate classification. Further, as we begin to
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enter the 4th Industrial Revolution, we must examine hustle culture concerning gig
workers/independent contractors as their primary source of income only occurs post task
completion. Further, since gig workers complete contract work, it is vital to understand the need
for employee benefits for such workers to remain a sustainable contractor.
Hustle culture should also be examined from a socioeconomic perspective, particularly
from a low-income perspective. It appears from our research that the decision to commit to
hustle behaviors is an employee choice. Notably, it is a choice to either hustle or to demonstrate
a high-level of organizational commitment, albeit inauthentic. Or, it may be a choice to hustle
because those behaviors might be role expectations from a high-level managerial viewpoint. It
also appears that employees are aware of these choices and can decide if they want to stay in
their current place of employment or venture out to a different opportunity that better meets their
needs and lifestyle. However, some employees do not have those choices because of their
socioeconomic backgrounds. For those employees, hustle can be viewed as a means for survival
because it is likely they do not have the resources necessary to allow them to transition into
opportunities that would provide the type of support and flexibility mentioned in this study.
Finally, as our society grapples with the economic and mental health effects resulting
from COVID-19, it is evident that the way we view and commit to work will change. For
corporations, this will be reflective particularly of work from home policies and reconsidering
the layout, and quite frankly, the value of co-working spaces and on-site workspaces overall.
Perceptions of a standardized way of working can very well be a norm of the past almost
instantaneously. It would be interesting to research employee motivations to establish highquality relationships with their supervisors and team members both at the workplace and outside
of work. This suggestion compliments Liden et al. (1997), who stressed that high-quality
relationships entail affective bonding, voice, and support, both within the organization and
outside of work. Perhaps by studying motive, we can delve deeper into the aspects that constitute
employee involvement, and overall relational quality, within hustle culture in the workforce.
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APPENDIX A.
Survey Questions
1. Are you currently employed full-time in the United States?
Yes
No
2. At which level are you currently employed?
Entry-level
Associate-level
Director-level
VP-level or higher
I am self-employed
3. Please state which industry you are currently employed in: ________________
4. Within a week, approximately how many hours do you spend on work-related
responsibilities?
30-50 hours
51-70 hours
71-90 hours
91+ hours
5. On a daily basis, how likely are you to be satisfied with the work you completed at
your workplace?
Very likely
Somewhat likely
Neutral
Not very likely
Not at all likely
6. How likely are you to complete work-related responsibilities outside of your
physical work environment?
Very likely
Somewhat likely
Neutral
Not very likely
Not at all likely
7. On a scale of 1-5, with 1 meaning most important and 5 meaning least important,
which of the following is the most important to you as an employee?
Stimulating tasks
Work-life balance
Benefits and monetary compensation
Flexible work hours
Professional learning and development
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8. On a scale of 1-5, with 1 meaning explicitly clear and 5 meaning not at all clear, how

9.

10.

11.

12.

13.

14.

clearly does your supervisor communicate to you his/her expectations for the tasks
you are to complete?
Explicitly clear
Clear
Neutral
Unclear
Not at all clear
To what extent do you believe it’s likely that another team member can execute
tasks as efficiently as you can?
Highly likely
Very likely
Neutral
Unlikely
Highly Unlikely
How would you react if your supervisor distributed a part of your work
responsibilities to another team member?
Highly displeased
Displeased
Neutral
Pleased
Highly pleased
How confident are you that your supervisor would encourage you to use paid time
off in general for mental health?
Highly confident
Very confident
Neutral
Very doubtful
Highly doubtful
How intense would you describe your workload to be on a daily basis?
Highly intense
Very intense
Neutral
Not very intense
Not at all intense
How satisfied are you as an employee working at your current place of
employment?
Highly satisfied
Very satisfied
Neutral
Unsatisfied
Highly unsatisfied
According to you, does the word “Hustle” have a positive or negative connotation?
Positive
Negative
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15. When third parties, such as a client or another department, assigns tasks that

16.

17.

18.

19.

20.

require you to work beyond standard work hours, how likely are you to bring this
to your supervisor’s attention as a problem?
Highly likely
Very likely
Neutral
Unlikely
Highly unlikely
How likely are you to voluntarily complete job responsibilities outside of your
normal work schedule?
Highly likely
Very likely
Neutral
Unlikely
Highly unlikely
On a scale of 1-5 with 1 being least motivating and 5 being most motivating, rank
the following sayings from most motivating to least motivating:
Rise and Grind
Just Do It
Work Hard Play Hard
I’ll Sleep When I’m Dead
It’s About the Journey not the Destination
Which of the following choices is most important to you? When you pick a choice,
you automatically do not get the remaining 3 choices.
Supportive supervisor
High-energy culture
High paying job
Professional development
How likely is your work to be verbally appreciated by your direct supervisor, a
colleague, or team member?
Highly likely
Very likely
Neutral
Unlikely
Highly Unlikely
How likely are you to answer work emails on your day off?
Highly likely
Very likely
Neutral
Unlikely
Highly Unlikely
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21. How would you describe employee morale at your company?

22.

23.

24.

25.

Highly positive
Positive
Neutral
Negative
Highly negative
On average, how many hours of sleep each week do you get?
> 15 hours
15-30 hours
30-45 hours
45-60 hours
60+ hours
How likely are you to recommend someone to work for your company?
Highly likely
Very likely
Neutral
Unlikely
Highly Unlikely
How strongly do you believe in the statement: “My supervisor could easily hire a
new employee to replace me”?
Strongly
Neutral
Not strongly
What is your Gender?
Male
Female
Other
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